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Draft 2/24/98 Publ i cation Date
(Billing Code)

OFFI CE OF PERSONNEL MANAGEMENT

Proposed Laboratory Personnel Managenent Denonstration Project;

Departnent of the Arny, US. Arny Mteriel Comrand, Simnulation

Training and I nstrunmentati on Command (STRICOM Ol ando, Fl ori da.

AGENCY: O fice of Personnel Managenent (OPM .

ACTION: Notice of Intent to I nplement Denonstration Project.

SUVVARY

Title VI of the Gvil Service ReformAct, 5 U S.C 4703, authorizes
OPM to conduct denonstration projects that experinment with new and
di fferent personnel managenent concepts to determ ne whether such
change in personnel policy or procedures would result in inproved

Federal personnel managenent.

Public Law 103-337, Cctober 5, 1994, permts the Departnent of
Def ense (DoD), with the approval of the OPM to carry out personnel
denonstration projects generally simlar in nature to the China
Lake denonstration project at DoD Science and Technol ogy (S&T)

Rei nvention Laboratory sites. This proposal is for STRI COV
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DATES:

To be considered, witten comments nust be submtted on or
before (insert the later date of 60 days after date of publication
in the FEDERAL REQ STER or 14 days after the | ast public hearing);
a public hearing will be scheduled as follows: (I'nsert date 30
days after date of publication in FEDERAL REG STER), 10:00 a.m in
O lando, Florida. At the tine of the hearings, interested persons
or organi zations nay present their witten or oral conments on the
proposed denonstration project. The hearing will be infornmal.

Anyone wishing to testify should contact the person |isted
under "FOR FURTHER | NFORMATI ON CONTACT," and state the hearing

| ocation, so that OPMcan plan the hearings and provide sufficient

time for all interested persons and organizations to be heard
Priority will be given to those on the schedule, wth others
speaking in any remaining available tine. Each speaker's

presentation will be limted to ten mnutes. Witten conments may
be submtted to supplenent oral testinony during the public comment
peri od.

ADDRESSES:

Comrents may be nmailed to Fidelma A Donahue, U S. Ofice of
Per sonnel Managenent, 1900 E Street, NW room 7460, Washi ngton, DC
20415; public hearing will be held at Olando, Florida (lnsert

Nane and Address of Meeting Location).
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FOR FURTHER | NFORMATI ON CONTACT:

(1) On proposed denonstration project: M. Nancy Spurlin,
US. Arny Sinmulation, Training and Instrunmentati on Command, ATTN:
AMSTI - RP, 12350 Research Parkway, Ol ando, Florida 32826-3276, 407-
384-5304; (2) On proposed denonstration project and public
hearing: Fidelma A, Donahue, U S. Ofice of Personnel Managenent,

1900 E Street, NW Room 7460, Washi ngton, DC 20415, 202-606-1138.

SUPPLEMENTARY | NFORVATI ON:

Since 1966, many studies of Departnent of Defense (DoD)
| aboratories have been conducted on Ilaboratory quality and
per sonnel . Alnost all of these studies have recomended
i nprovenents in civilian personnel policy, organization and
managenent . The proposed project involves sinplified job
cl assification, paybandi ng, streanl i ned hiring processes,
pay-for-performance mnanagenent system expanded devel opnental
opportunity, and nodified Reduction-In-Force (RIF) procedures.
Dated: (Insert Date Ms. Lachance signs Docunent)

OFFI CE OF PERSONNEL MANAGEMENT

Jani ce R Lachance, Director
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Executi ve Summary

This project was designed by the Departnent of the Army, with
participation of and review by the Departnent of Defense (DoD) and
the Ofice of Personnel Mnagenent (OPM. The purpose of the
project is to achieve the best workforce for the STRI COM m ssi on,
adj ust the workforce for change and i nprove workforce quality.

The foundations of this project are based on the concept of
i nking performance to pay for all covered positions; sinplifying
paperwork and the processing of classification and other personnel
actions; enphasi zi ng partnershi ps between nmanagenent and enpl oyees,
and delegating classification and other authorities to |ine
managers. Additionally, the research intellect of the STRI COM
workforce w il be revitalized through the use of expanded
opportunities for enpl oyee devel opnent. These opportunities wll
reinvigorate the creative intellect of the research and devel opnent
comunity.

Devel opment and execution of this project will be in-house
budget neutral, based on a baseline of Septenber 1997 i n-house
costs and consistent with the Departnment of the Arnmy (DA) plans to
downsi ze | aboratories. Arny managers at the DoD S&T Rei nvention
Laboratory sites will nmanage and control their personnel costs to
remain within established in-house budgets. An in-house budget is
a conpilation of costs of the many diverse conponents required to

fund the day-to-day operations of a | aboratory. These conponents
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generally include pay of people (labor, benefits, overtine,
awards), training, travel, supplies, non-capital equipnment, and
ot her costs depending on the specific function of the activity.

This project will be under the joint sponsorship of the
Assistant Secretary of the Arny for Research, Devel opnent and
Acqui sition and the Assistant Secretary of the Arny for Manpower
and Reserve Affairs. The Deputy to the Commander, STRICOM wil |
execute and manage the project. Project oversight wthin STRI COM
w Il be achieved by an executive steering commttee made up of
top-1evel executives. Oversight external to the Arny will be
provi ded by the Departnent of Defense and the O fice of Personnel
Managenent .

1. | nt r oducti on

A Pur pose

The purpose of the project is to denonstrate that the
effectiveness of Departnent of Defense (DoD) |aboratories can be
enhanced by allowi ng greater managerial control over personnel
functions and, at the sane tinme, expanding the opportunities
available to enployees through a nore responsive and flexible
personnel system The quality of DoD | aboratories, their people,
and products has been under intense scrutiny in recent years. This
perceived deterioration of quality is due, in substantial part, to
the erosion of control which |ine managers have over their human

resour ces. This denonstration, in its entirety, attenpts to
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provi de managers, at the |owest practical level, the authority,
control, and flexibility needed to achieve quality | aboratories and
qual ity products.

B. Problens with the Present System

STRI COM products contribute to the readiness of U S. forces
and to the stability of the American econony. To do this, STRI COM
must acquire and retain an enthusiastic, innovative, highly
educated and trained workforce, particularly scientists and
engi neers. STRICOM nust be able to conpete with the private sector
for the best talent and be able to nake job offers in a tinely
manner with the attendant bonuses and incentives to attract high
quality enpl oyees. Today, private industry can nake an offer of
enpl oynent to a promsing new hire before the governnent can
prepare the paperwork necessary to begin the recruitnment process.

Currently, | obs are descri bed usi ng a cunber sone
classification systemthat is overly conplex and specialized. This
hanpers a manager's ability to shape the workforce and nmatch the
positions while making best use of enployees. Managers mnust be
gi ven local control of positions and their classification to nove
both their enployees and vacancies within their organization to
other lines of the business activities to match the life cycle
needs of supported custoners.

These i ssues work together to hanmper supervisors in all areas

of human resource nanagenent. Hring restrictions and overly
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conplex job classifications, coupled with poor tools for rewarding
and notivating enpl oyees and a systemthat does not assist nanagers
in renoving poor perforners builds stagnation in the workforce and
wast es val uabl e ti ne.

C. Changes Required/ Expected Benefits

This project is expected to denponstrate that a human resource
systemtailored to the mssion and need of STRICOMw || result in:
(a) increased quality in the total workforce and the products they
produce; (b) increased tineliness of key personnel processes; (c)
increased retention of high quality enpl oyees and separation rates
of poor quality enployees; and (d) increased custoner satisfaction
with STRICOM and its products by all custonmers it serves.

STRI COM denonstrati on project builds on the successful features of
denonstration projects at China Lake and the National Institute of
St andards and Technol ogy (NI ST). These denonstration projects have
produced inpressive statistics on the job satisfaction for their
enpl oyees versus that for the federal workforce in general.
Therefore, in addition to expected benefits nentioned above,
STRI COM denonstration expects to find nore satisfied enpl oyees on
many aspects of the denonstration including pay -equity,
classification decisions, and career devel opnent opportunities. A
full range of measures will be collected during project evaluation

(Section VII).
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D. Participating Organi zation

STRICOM has approximately 500 enployees covered by the
project. Approximately 99 percent of the enployees are | ocated at
Olando, Florida, with the remaining |located at Ft Polk, LA Ft.
lrwmwn, CA Ft. Hood, TX; Huntsville, AL, and Hohenfels, CE

E. Parti ci pati ng Enpl oyees

The denonstration project includes civilian appropriated
funded enpl oyees in the conpetitive and excepted service paid under
t he General Schedule (GS) Pay Systens. Senior Executive Service
enpl oyees, wll not be covered in the denonstration project.
Additionally, DA interns will not be converted to the denonstration
until they conplete their intern program Personnel added to the
| aboratory in |like positions covered by the denonstration (either
t hrough appoi ntnent, pronotion, reassignnment, change to a |ower
grade or where their functions and positions have been transferred
into the command) will be converted to the denonstration project.

F. Proj ect Design

An Integrated Process Team approach was used at STRICOM to
develop the attributes of this personnel denonstration proposal.

Thi s personnel system design has been subjected to critical
reviews by Subject Matter Experts within STRI COM

The design was preceded by an exhaustive study of paybandi ng
systens currently practiced in the Federal sector. Later design

generations have evolved from critical reviews by headquarters

10
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el enents of the Departnent of the Arny, Departnent of Defense, and
the O fice of Personnel Managenent. Additionally, consultation was
provi ded by the designers of the paybanding systens practiced by
t he Navy China Lake experinent, the National Institute of Standards
and Technol ogy, AMCOM

G Per sonnel Managenent Board

STRICOM i ntends to establish an appropriate bal ance between
the personnel managenent authority and accountability of
supervisors and of the oversight responsibilities of a Personnel
Managenent Board (PMB). The Deputy to the Commander wil| del egate
managenent and oversight of the project at STRICOMto a Personnel
Managenent Board whose nenbers, Chairperson, and staff wll be
appoi nted by the Deputy to the Commander. The PMB will be tasked
with the foll ow ng:

1. Overseeing the civilian pay budget,

2. Determning the conposition of the pay-for-perfornmance
pay pools in accordance with the guidelines of this proposal and
i nternal procedures,

3. Admnistering funds allocation to pay pool nanagers,

4. Review ng operation of STRI COM pay pool s,

5. Reviewing hiring and pronotion salaries as well as
exceptions to pay-for-performance sal ary increases,

6. Providing guidance to pay pool managers,

7. Monitoring award pool distribution by organization or

11
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any ot her special categorization,

8. Selecting participants for the Expanded Devel opnent al
Opportunity Program long term training, and any special
devel opnent al assi gnnents,

9. Managi ng pronotions to stay within "high grade"”
controls,

10. Addressing in-house budget neutrality issues to
i nclude tracking of average sal ari es,

11. Assessing the need for changes to denonstration
procedures and poli cies.

I11. Personnel System Changes

A. Paybandi ng

Cccupational Fanilies

Occupations at STRICOM w Il be grouped into occupationa
famlies. QCccupations will be grouped according to simlarities in
type of work, customary requirenments for formal training or
credentials, and in consideration of the business practices at
STRRCOM  The common patterns of advancenent within the occupations
as practiced at DoD Laboratories and in the private sector wll
al so be considered. The current occupations and grades have been
exam ned, and their characteristics and distribution have served as
guidelines in the devel opnent of the five occupational famlies

descri bed bel ow

12
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1. Engi neers and Scientists (E&S). This occupationa

famly includes all technical professional positions, such as
engi neers, operations research analysts, mathematicians, and
conputer scientists. Predom nantly, specific course work or
educati onal degrees are required for these occupations.

2. Acqui sition Mnagenent. This occupational famly

includes positions which are directly responsible for the
acqui sition mssion, such as project nanagers, product nmanagers,
and project directors.

3. Acqui sition Support. This occupational famly

contains positions that directly support the E&S mssion and
acquisition. It includes specialized functions in such fields as
| ogi stics managenent specialists, contract specialist, quality
assurance, and engi neering technicians. Enployees in these jobs
may or may not require college course work. However, training and
skills in the various logistics, contracts, and specialized
functions are generally required.

4, Busi ness Managenent . This occupational famly

contains specialized functions in such fields as finance, human
resource nmanagenent, public affairs, accounting, budget and
managenent anal ysis. Analytical ability and specialized know edge
in the various fields or special degrees are required.

5. General Support. This occupational famly is

conposed of positions for which mnimal formal education is needed,

13
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but for which special skills, such as office automation, are
usually required. derical work usually involves the processing
and mai ntenance of records. Assistant work requires know edge of
met hods and procedures within a specific admnistrative area.
O her support functions include the work of secretaries, security
and mai |l personnel.

Paybands

Each occupational famly will be conposed of discrete paybands
(levels) corresponding to recognized advancenent wthin the
occupations. These paybands will replace grades. They will not be
the sane for all occupational famlies. Each occupational famly
will be divided into three to six paybands; each payband covering
the sanme pay range now covered by one or nore grades. A salary
overlap, simlar to the current overlap between GS grades, wll be
mai nt ai ned.

Odinarily an individual wll be hired at the |lowest salary in
a payband. Exceptional qualifications, specific organizationa
requi renents, or other conpelling reasons may lead to a higher
entrance |l evel within a band.

The proposed paybands for the occupational famlies and how
they relate to the current GS grades are shown in Figure 1.
Application of the Fair Labor Standards Act (FLSA) wthin each
payband is also shown in Figure 1. This payband concept has the

fol | ow ng advant ages:

14
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1. It reduces the nunber of classification decisions
requi red during an enpl oyee’s career.

2. It sinplifies the classification decision-nmaking
process and paperwork. A payband covers a |arger scope of work
than a grade, and thus will be defined in shorter and sinpler
| anguage.

3. It supports delegation of classification authority to
i ne managers.

4, It provides a broader range of performance-rel ated
pay for each level. |In many cases, enployees whose pay woul d have
been frozen at the top step of a grade will now have nore potenti al
for upward novenent in the broader payband.

5. It prevents the progression of |ow perforners through
a payband by nere |ongevity, since job perfornmance serves as the
basis for determ ning pay.

The STRICOM paybanding plan expands the paybanding
concept used at China Lake and NI ST by creating Payband V of the
Engi neers and Scientists occupational famly. This payband is
designed for Senior Scientific Technical Mnagers.

Current legal definitions of Senior Executive Service
(SES) and Scientific and Professional (ST) positions do not fully
neet the needs of STRICOM The SES designation is appropriate for
executive | evel managerial positions whose classification exceeds

the GS-15 grade level. The primary know edges and abilities of SES

15
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positions relate to supervisory and managerial responsibilities.
Positions classified as ST are reserved for bench research
scientists and engineers; these positions require a very high | evel
of technical expertise and they have little or no supervisory
responsi bility.

STRICOM currently has four board sel ected project nmanager
positions, filled by 06 level mlitary personnel. |In the future,
t hese four board sel ected project manager positions may be filled
by civilians. These project managers have characteristics of both
SES and ST classifications. WMst project managers in STRICOM are
responsible for supervising other GS-15 positions, including
function chiefs and non-supervisory engineers and scientists and
their technical expertise warrants classification beyond GS-15.
Because of their managenent responsibilities these individuals are
excluded fromthe ST system Because of nanagenent consi derati ons,
t hey cannot be placed in the SES. Managenent considers the
primary requirenent for project managers to have know edge of, and
expertise in, the specific scientific and technol ogy areas rel ated
to the mssion of their Project Managenent Offices. Historically
i ncunbents of these positions have been recognized within the
community as scientific and engineering |eaders, who possess
primarily scientific/engineering credentials and are considered
experts in their field. However, they nust al so possess strong

manageri al and supervisory abilities. Therefore, although sone of

16
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t hese enpl oyees have scientific credentials that mght conpare
favorably with ST criteria, classification of these positions as
STs is not an option, because the managerial and supervisory
responsibilities inherent in the positions cannot be ignored.

The purpose of Payband V (which wll reinforce the equal
pay for equal work principle) is to solve a critical classification
problem It will also contribute to an SES "corporate culture" by
excluding fromthe SES positions for which technical expertise is
par anmount . Payband V proposes to overcone the difficulties

identified above by creating a new category of positions, the

Seni or Scientific Techni cal Manager whi ch has bot h
scientific/technical expertise and full managerial supervisory
authority.

Current GS-15 project managers will convert into the

denonstration project at Payband IV. After conversion they wll be
revi ewed agai nst established criteria to determne if they should
be reclassified to Payband V. O her positions possibly neeting
criteria for classification to Payband V will be reviewed on a case
by case basis. The proposed salary range is a m nimum of 120% of
the mninum rate of basic pay for GS-15 with a maxi num rate of
basi c pay established at the rate of basic pay (excluding locality
pay) for SES |evel 4 (ES-4). Vacant positions in Payband V w il be
conpetitively filled to ensure that sel ectees are technical | eaders

in the specialty fields who al so possess substantial managerial and

17
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supervisory abilities. STRCOMw Il capitalize on the efficiencies
that can accrue from central recruiting by continuing to use the
expertise of SARDA (Secretary of the Arny for Research, Devel opnent
and Acqui sition).

DOD will test the establishnent of Payband V for a five-
year period. Positions established in Payband V will be subject to
[imtations inposed by OPM and DOD. Payband V positions wll be
established only in an S&T Reinvention Laboratory which enploys
scientists, engineers, or both. Incunbents of Payband V positions
will work primarily in their professional capacity on basic or
appl i ed research and secondarily perform manageri al or supervisory
duties. The nunber of Payband V positions within the Departnent of
Defense will not exceed 40. These 40 positions will be allocated
by ASD (FMP), DOD, and adm nistered by the respective Services
The nunber of Payband V positions will be reviewed periodically to
determ ne appropriate position requirenents. Payband V position
allocations will be nmanaged separately from SES, ST, and SL
positions. An evaluation of the Payband V concept wll be
performed during the fifth year of the denonstration project.

The final conponent of Payband V is the managenent of al
Payband V assets. Specifically, this authority will be exercised
at the DA level, and includes the follow ng: authority to classify,
create, or abolish positions within the limtations inposed by OPM

and DOD; recruit and reassign enployees in this payband; set pay

18



and to have their performance apprai sed under this project's Pay
for Performance System The Command wants to denonstrate increased
ef fectiveness by gaining greater nmanagerial control and authority,
consistent with nerit, affirmative action, and equal enploynent
opportunity principles.Figure 1. Pay Bands and Occupati onal
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Note: Although typical exenption status under the various paybands
is shown in the above table, actual FLSA exenption determ nations

are made on a case-by-case basis.

Fai r Labor Standards Act

Fai r Labor Standards Act (FLSA) exenption and nonexenption
determnations will be nade consistent with criteria found in 5 CFR
Part 551. There are five paybands (see Figure 1) where enpl oyees
can be either exenpt or nonexenpt from overtinme provisions. For
t hese five paybands, supervisors with classification authorities
w Il make the determ nations on a case-by-case basis by conparing
the duties and responsibilities assigned, the classification
standards for each payband, and the 5 CFR Part 551 FLSA criteria.
Additionally, the advice and assistance of the Human Resource
Managenment Division (HRMD) wi | be obtained in nmaking
determ nations as part of the performance review process. The
benchmar k position descriptions will not be the sole basis for the
determnation. Basis for exenption will be docunmented and attached
to each description. Exenption criteria will be narrowy construed
and applied only to those enpl oyees who clearly neet the spirit of
t he exenption. Changes will be docunented and provided to the
HRMD, as appropri ate.

Sinplified Assignnent Process

Today's environnent of downsizing and workforce transition

mandates that STRICOM have increased flexibility to assign

20
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i ndi vi dual s. Paybandi ng can be used to address this need. As a
result of the assignnment to a particular |evel descriptor, the
organi zation will have increased flexibility to assign an enpl oyee,
wi t hout pay change, w thin broad descriptions consistent with the
needs of the organization, and the individual's qualifications and
rank or |evel. Subsequent assignnments to projects, tasks, or
functions anywhere within the organi zation requiring the same |evel
and area of expertise, and qualifications would not constitute an
assignnent outside the scope or coverage of the current |eve

descri ptor.

Such assignnments wthin the coverage of the generic
descriptors are acconplished without the need to process a
personnel action. For instance, a technical expert can be assigned
to any project, task, or function requiring simlar technica
experti se. Li kewi se, a manager could be assigned to manage any
simlar function or organization consistent with that individual's
qual i fications. This flexibility allows a broader latitude in
assignnments and further streamines the adm nistrative process and
system

Pronoti on

A pronotion is a nove of an enployee to (1) a higher payband
in the sanme occupational famly or (2) a payband in another
occupational famly 1in conbination with an increase in the

enpl oyee’ s salary. Positions with known pronotion potential to a
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specific band within an occupational famly will be identified when
they are filled. Not all positions in an occupational famly wll
have pronotion potential to the sane band. Movenment from one
occupational famly to another wll depend upon individual
know edge, skills, and abilities, and needs of the organization.
Promotions will be processed under conpetitive procedures in
accordance with nerit principles and requirenents and the |oca
merit pronotion plan. The followi ng actions are excepted from
conpetitive procedures:

(a) Re-pronotion to a position which is in the sane
payband and occupational famly as the enpl oyee previously held on
a permanent basis within the conpetitive service.

(b) Pronotion, reassignnent, denotion, transfer or
reinstatenment to a position having pronotion potential no greater
than the potential of a position an enployee currently holds or
previously held on a pernmanent basis in the conpetitive service.

(c) A position change permtted by reduction in force
pr ocedur es.

(d) Pronotion wthout current conpetition when the
enpl oyee was appoi nted through conpetitive procedures to a position
wi th a docunented career |adder.

(e) A tenporary pronotion, or detail to a position in a
hi gher payband, of 180 days or |ess.

(f) Reclassification to include inpact of person on-the-

22
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j ob pronotions.

(9) A pronotion resulting from the correction of an
initial classification error or the issuance of a new
cl assification standard.

(h) Consideration of a candidate not given proper
consideration in a conpetitive pronotion action

(i) Inpact of person on the job and Factor |V process
(application of the Research G ade Evaluation Guide, Equipnent
Devel opment Grade Eval uation Guide, Part 111, or simlar guides)
pronoti ons.

Li nk Bet ween Pronotion and Perfornance

Career | adder pronotions and pronotions resulting from the
addition of duties and responsibilities are exanples of pronotions
that can be made nonconpetitively. Pronotions can be nade
nonconpetitively when contributi ons and achi evenents are such that
a hi gher payband is achi eved when conparing the overall position to
the applicable «classification standards. To be pronoted
nonconpetitively fromone band to the next, an enpl oyee nust neet
the mninmum qualifications for the job and have a current

performance rating of B or better (see Performance Eval uation) or

equi valent under a different performance nmanagenent system
Sel ection of enployees through conpetitive procedures will require
a current performance rating of B or better.

B. Pay-f or - Per f ormrance Managenent System
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Perf or mance Eval uati on

| nt r oducti on

The performance evaluation systemw | |ink conpensation to
performance t hrough annual performance apprai sals and performance
scores. The performance evaluation systemw ||l allow optional use
of peer evaluation and/or input from subordinates as determ ned
appropriate by the Personnel Managenent Board. The system wil |l
have the flexibility to be nodified, if necessary, as nore
experience i s gained under the project.

Per f ormance (bj ecti ves

Per f or mance obj ectives are statenments of job responsibilities
based on the work unit's mssion, goals and suppl enental benchmark
position descriptions. Enpl oyees and supervisors will jointly
devel op performance objectives which wll reflect the types of
duties and responsibilities expected at the respective pay |evel.
Performance objectives deal wth outputs and outcones of a
particul ar | ob. The perfornmance objectives, representing joint
efforts of enployees and their rating chains, should be in place
wi thin 30 days fromthe begi nning of each rating period.

Perf ormance El enents

Performance elenents are generic attributes of | ob
performance, such as technical conpetence, that an enployee
exhibits in performng job responsibilities and associated

performance objectives. New perfornmance elenents and rating forns
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will be designed to inplenent a new scoring and rating system The
new performance evaluation system will be based on critical and
non-critical performance elenents defined in Appendix C Each
performance el enent is assigned a wei ght between a specified range.
The total weight of all elenents in a perfornmance plan is 100
points. The supervisor assigns each el enent sone portion of the

100 points in accordance wth 1its inportance for mssion

attai nnent . As a general rule, essentially identical positions
w |l have the sane critical elenments and the same weight. These
weights wll be developed along wth enployee perfornance

obj ecti ves.

M d- Year Revi ew

A md-year review between a supervisor and enployee will be
held to determ ne whether objectives are being net and whether
rati ngs on perfornmance el enents are above an unsatisfactory |evel.
Per f ormance objectives should be nodified as necessary to refl ect
changes in planning, workload, and resource allocation. The
weights assigned to performance elenents my be changed if
necessary. Additional reviews may be held as deened necessary by
t he supervisor or requested by the enpl oyee. The supervisor wll
provide periodic feedback to the enployee on their |evel of
performance. |f the supervisor determnes that the enpl oyee is not
performng at an acceptable level on one or nore elenents, the

supervisor nust alert the enployee and docunent the problen(s).
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This feedback will be provided at any tinme during the rating cycle.

Per f or mance Apprai sa

A performance appraisal will be scheduled for the final weeks
of the annual performance cycle, although an individual performance
apprai sal may be conducted at any tine after the m ni num apprai sal
period of 120 days is net. The perfornmance appraisal process
brings supervisors and enpl oyees together for formal discussions on
performance and results in (1) witten appraisals, (2) performance
ratings, (3) performance scores, and (4) other individual
performance-related actions as appropriate. A perfornmance
apprai sal shall consist of two neetings held between enpl oyee and
supervi sor: the performance review neeting and the evaluation
f eedback neeting.

Perf or mance Revi ew Meeti ng Bet ween Enpl oyee and Supervi sor

The review neeting is to discuss job performance and
acconpl i shnments. Supervisors will not assign performance scores or
performance ratings at this neeting. The supervisor notifies the
enpl oyee of the review neeting in tinme to allow the enployee to
prepare a list of acconplishnents. Enpl oyees will be given an
opportunity at the neeting to give a personal performance
assessnment and describe acconplishnents. The supervisor and
enployee wll discuss job performance and acconplishnents in
relation to the performance elenents, objectives, and planned

activities established in the performance pl an.
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Eval uati on Feedback Meeti ng Bet ween Enpl oyee and Supervi sor

In this second neeting between enpl oyee and supervisor, the
supervisor inforns the enpl oyee of managenent’s appraisal of the
enpl oyee’s performance on performance objectives, and the
enpl oyee’ s performance score and rating on performance el enents.
During this second neeting, the supervisor and enployee wll
di scuss and docunent perfornmance objectives for the next rating
peri od.

Per f or mance Scor es

The overall score is the sum of i ndi vi dual perfornmance
el ement scores. Enployees will receive an academ c-type rating of
A, B, C, or U depending upon the score attained. These sunmary
ratings are representative of pattern E (a 4 level systen) in
summary level chart in 5 CFR 430.208(d)(1). This rating wll
becone the rating of record, and only those enpl oyees rated C or
hi gher will receive general increases, performance pay increases
(i.e., basic pay increases), and/or performance bonuses. A rating
of A will be assigned for scores from 85 to 100 points, B for
scores from70 to 84, Cfor scores from50 to 69, and U for scores
from O to 49 or a failure to achieve at the 50% | evel of any
critical elenent. The academ c-type ratings will be used to
det erm ne performance payouts and to award additional RIF retention

years as foll ows:

Rat i ng Conmpensati on RIF retention vrs added
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A 6- 10 shares + c* 10
B 3-5 shares + ¢ 7
C 0-2 shares + c 3
U 0 shares + ¢ 0

*c = GS General Increase (Title 5, Section 5303)

Per f or mance- Based Acti ons

STRRCOMwi || inplement a process to deal with poor perforners.
This process may lead to involuntary separations, with grievance or
appeal rights. The process may start at any tine during the rating
period that the supervisor identifies a deficiency(ies) which could
cause the level of performance to be below that of a summary | evel
Crating, i.e., unsatisfactory perfornmance.

When the enployee’'s performance is determined to be
unsati sfactory at the close of the annual rating period, the
Unsatisfactory (U rating will beconme the rating of record for al
matters relating to pay or Reduction-in-Force (RIF).

There are two processes to deal with poor perforners:

1. Change in Assignnent - Because it is recognized that
enpl oyees may be assigned to a position for which they are not
suited, an attenpt wll be made to place poor perforners in a
position better suited to their skills and capabilities. The offer
of change in assignnent will be contingent upon the enployee’s
concurrence and will be either within the sane band or in the next

| ower payband. |If reassigned, the enployee wll receive witten
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notification that they wll be given a reasonable opportunity
period of no |l ess than 90 cal endar days in length, to denonstrate
performance at a level that is at |east equal to that of a sumary
level C rating. The period of tine considered to be reasonable
will be determned, in part, by whether the enpl oyee’s reassi gnnment
is to a substantially simlar or the sanme position under a
different supervisor, or in a different office, or in a
substantially different position. Essential training and nentoring
w il be provided as appropriate during this opportunity period.
Failure to achieve a |l evel of performance that is at |east equal to
that of a summary level C rating (follow ng the above-referenced
opportunity period) will place the enployees in Step 3 of this
process. There will be no further opportunity period.

2. Performance | nprovenent Plan (PIP) - If the enployee
does not accept an offer of change in assignnent, or if there is no
appropriate, available position to assign an enployee, the
supervisor wll develop a PIP that will be nonitored for a
reasonabl e period of tinme (no | ess than 90 cal endar days). When an
enpl oyee is placed in a PIP, the enployee will be informed in
witing, that unless their |evel of performance inproves to, and is
sustained at a level at |least equal to that of a summary level C
rating, the enployee may be renoved fromthe position (change in
assignnent, reduction in pay, or renoval fromthe Federal service).

|f, during or at the conclusion of the PIP, the enployee’'s
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| evel of performance inproves to a |evel at |east equal to that of
a summary level Crating and is again determned to deteriorate in
any area during one year from the beginning of the PIP, STRI COM
may initiate action to renove the enployee fromthe position with
no additional opportunity to inprove. An enployee whose |evel of
performance inproves to a level at |least equal to that of a summary
level Crating for one year fromthe beginning of the PIP, and then
deteriorates again, in any area, during succeeding rating periods,
will be placed in a second PIP before initiating action to renove
t he enpl oyee fromthe position

| f and when performance inproves during the period in which
the enployee is otherwise ineligible for the general increase, then
the general increase shall be restored. Such restoration is not
retroactive and is separate and apart fromincentive pay.

3. Renmoval - |If the enployee fails to denonstrate a

| evel of performance at |east equal to that of a summary |evel C
rating after conpleting either Step 1 or Step 2, the enployee wl|
be given a witten notice of proposed renoval from the position.
The notice period will be a mninmm of 30 cal endar days and the
enpl oyee will have a reasonable period of tine in which to reply.
The enpl oyee will be given a witten notice of decision to include
all applicable grievance and appeal rights.
NOTE: Per f or mance- based adverse actions may be taken under 5

U S . C, Chapter 75, rather than Chapter 43.

30



10
11
12
13
14
15
16
17
18
19
20
21
22
23

24

A decision to renove an enpl oyee for poor perfornmance nay be
based only on those instances of poor performance that occurred
during the opportunity period (Step 1) or during the one-year
period ending on the date of proposed renoval (Step 2). The notice
of decision will specify the instances of poor performance on which
the action is based and will be given to the enpl oyee at or before
the tine the action wll be effective.

STRRCOM wi || preserve all relevant docunentation concerning an
action taken for poor performance and nake it available to review
by the affected enployee or designated representative. At a
mnimum the record will consist of a copy of the notice of
proposed action; the enployee’s witten reply, if provided, or a
summary if the enployee nakes an oral reply. Additionally, the
record will contain the witten notice of decision and the reasons
t heref ore, along with any supporting material i ncl udi ng
docunentation regarding the opportunity afforded the enployee to
denonstrate inproved performance. An enployee who sustains their
performance at a level at least equal to a summary |level Crating
for one year, wll have all relevant docunentation renpved from
their record.

Empl ovee Rel ati ons

Enpl oyees covered by the project will be evaluated under a
performance evaluation system that affords grievance or appeal

rights conparable to those provided currently. STRRCOM  wi ||
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devel op streamined, fair, and tinmely processes and penalties for
taking action for msconduct and poor performance or apply
processes al ready authori zed.

Seni or Executive Service

Menmbers of the SES wll remain under the current SES
performance apprai sal system

Awar ds

STRICOM currently has an extensive awards program consi sting
of both internal and external awards. On-t he-spot, special act
(which are both performance rel ated and nonperformance rel ated),
and other internal awards (both nonetary and nonnonetary) wll
continue under the project, and may be nodified or expanded as
appropriate. MACOV DA, and DoD awards and ot her honorary noncash
awards wi Il be retained.

STRICOM s Deputy to the Commander wll have the authority to
grant awards to covered enployees of up to $7,500 for a specia

act. The scale of the award will be determ ned using criteria in

AR 672- 20.
Menbers of the SES will remain under their current awards
system and wll not participate in the project performance

recogni ti on bonus awards program

Pay Adm ni stration

| nt r oducti on

The objective is to establish a pay systemthat will inprove
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the ability of STRICOM to attract and retain quality enployees
The new system will be a pay-for-performance system and, when
inmplenmented, will result in a redistribution of pay resources based
upon indi vi dual perfornmance.

Pay-f or - Per f or mance

STRICOM will use a sinplified performance appraisal system
that will permt both the supervisor and the enployee to focus on
quality of the work. The proposed system wll permt the
manager/ supervisor to base incentive pay increases entirely on
performance or value added to the goals of the organization. This
system will allow nmanagers to wthhold pay increases from
nonperforners, thereby giving the nonperfornmer the incentive to
i mprove performance or |eave governnment service. For exanpl e,
enpl oyees with ratings of U wll receive no performance pay
i ncrease, general increase, or performance bonus. This action may
result in the enployee’'s pay falling below the mninmum rate of
their current payband because the mnimumrate is increased by the
general increase (5 U S C  5303). Under these transitory
condi tions, the enployee’'s payband designator will remain the sane.
Since there is no reduction in band |evel or pay, there is no
adverse action.

Pay for performance has two conponents: per f ormance pay
i ncreases and/ or performance bonuses. All covered enpl oyees w |

be given the full amount of locality pay adjustnments when they
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occur regardl ess of performance. The funding for performance pay
i ncreases and/or performance bonuses is conposed of noney
previously available for wthin-grade increases, quality step
i ncreases, pronotions fromone grade to anot her where both grades
are now in the sane payband, and for sone performance awards.
Additionally, funds will be obtained from performance pay increases

wi thhel d for poor performance (see Performance Evaluation ).

Per f or mance Pay Pool

The performance pay pool is conposed of a base pay fund and a
bonus pay fund. The payouts nade to enpl oyees fromthe performance
pay pool will be a mx of base pay increases and bonus paynents,
subject to the anobunts available in the respective funds. The
funding for the base pay fund is conposed of noney previously
avail able for within-grade increases, quality step increases, and
pronoti ons between grades that are banded under the denonstration
proj ect. The bonus pay fund is separately funded within the
constraints of the organization’s overall perfornmance award budget.

Sone portion of the performance award budget will be reserved for

special ad hoc awards -- e.g., suggestion awards or special act
awards -- and will not be included as part of the perfornmance pay
pool .

The STRI COM Budget O fice, and supporting personnelists, wll
calculate the total performance pay pool funds and allocate pay

pools to PM Directorate, Command G oup and Deputy to the Conmmander
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rating group as appropri ate.

Per f ormance Pay | ncreases and/or Performance Bonuses

A pay pool manager is accountable for staying within pay pool
limts. The pay pool manager assigns performance pay increases
and/ or performance bonuses to individuals on the basis of an
academ c-type rating, the value of the performance pay pool
resources available, and the individual’s current basic rate of pay
wthin a given payband. A pay pool manager nay request approva
fromthe Personnel Managenent Board (PMB) or its designee to grant
a performance pay increase to an enployee that is higher than the
conpensation fornmula for that enployee for extraordinary
achi evenent or accel erated conpensation for |ocal interns.

Perf ormance payouts will be calculated for each individua
based upon a perfornmance pay pool value that will be initially 3
percent (e.g., 2.0% performance pay + 1.0% performance bonus) of
t he conbi ned basic rates of pay of the assigned enpl oyees. This
percentage, a payout factor, wll be adjusted as necessary to
conpensate for changing enployee denographics which inpact the
el enents used in the GS system such as the anobunt of step raises,
quality step increases, and pronotions. Performance payouts wl |
be calculated so that a pay pool nanager wll not exceed the
resources that are available in the pay pool. An enployee’'s

performance payout is conputed as foll ows:
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Per f or mance Payout = Pool Value * SAL * N
SUM (SAL] * N) ; j =1ton
wher e: Pool Value = F * SUM (SALK) ; k =1 ton

n = Nunber of enployees in pay pool
N = Nunber of shares earned by an enpl oyee based
on their performance rating (0 to 10)
SAL = An individual’s basic rate of pay
SUM = The summation of the entities in
parent hesi s over the range indicated

F = Payout Factor

Once the individual performance payout anounts have been
determ ned, the next step is to determ ne what portion of each
payout will be in the formof a base pay increase as opposed to a
bonus paynent. A base pay share factor is derived by dividing the
anount of the base pay fund by the anmpbunt of the total performance
pay pool. This factor is nultiplied by the individual performance
payout anounts to derive each individual’s projected base pay
I ncrease. Certain enployees wll not be able to receive the

projected base pay increase due to base pay caps. Base pay is
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capped when an enpl oyee reaches the nmaximum rate of pay in an
assi gned payband.

If the organization determnes it is appropriate, it may
reall ocate a portion (up to the maximum possible anount) of the
unexpected base pay funds for capped enployees to uncapped
enpl oyees. This reallocation nust be made on a proportional basis
so that all uncapped enpl oyees receive the sane percentage increase
in their base pay share (unless the reallocation adjustnent is
limted by a pay cap). Any dollar increase in an enployee’s
proj ected base pay increase will be offset, dollar for dollar, by
an acconpanying reduction in the enployee’'s projected bonus
paynment . Thus, the enployee’'s total performance payout is
unchanged.

Supervi sory Pay Adjustnents

Supervi sory pay adjustnents nay be used at the discretion of
the STRICOM Deputy to the Commander, to conpensate enployees
assuming positions entailing supervisory responsibilities.
Supervi sory pay adjustnments are increases to the supervisor’s basic
rate of pay, ranging up to 10 percent of that pay rate, subject to
the constraint that the adjustnent nay not cause the enpl oyee’s
basic rate of pay to exceed the payband maxi num rate. Only
enpl oyees in supervisory positions wth formal supervisory
authority neeting that required for coverage under the OPM GS

Supervisory @iide nmay be considered for the supervisory pay
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adj ust nent . Criteria to be considered in determning the pay
i ncrease percentage include the follow ng organizational and
i ndi vidual enployee factors: (1) needs of the organization to
attract, retain, and notivate high quality supervisors; (2)
budgetary constraints; (3) years of supervisory experience; (4)
anount of supervisory training received; (5) performance appraisals
and experience as a group or team |l eader; (6) their organizational
| evel of  supervi sion; and (7) nmanageri al inpact on the
or gani zati on.

Condi ti ons, after the date of conversion into the
denonstration project, under which the application of a supervisory
pay adjustnent nmay be considered are as foll ows:

(1) New hires into supervisory positions will have their
initial rate of basic pay set at the supervisor’s discretion within
the pay range of the applicable payband. This rate of pay may
i nclude a supervisory pay adjustnment determ ned using the ranges
and criteria outlined above.

(2) A career enployee selected for a supervisory
position that is within the enpl oyee’s current payband may al so be
consi dered for a supervisory pay adjustnent.

If a supervisor is already authorized a supervisory pay
adjustnment and is subsequently selected for another supervisory
position, wthin the sane payband, then the supervisory pay

adj ustnent will be redeterm ned.
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Wthin the denonstration project rating system t he
performance el enent “Supervision/EEO is identified as a critica
el ement. Changes in the rating value for this elenent awarded to
a supervisor with a supervisory pay adjustnment nmay generate a
review of the adjustnent and nay result in an increase or decrease
to that adjustnment.

Supervi sors, upon initial conversion into the denponstration
project into the same, or substantially simlar position, wll be
converted at their existing basic rate of pay and will be offered
a supervisory pay adjustnent.

The initial dollar amount of the adjustnment will be renoved
when the enpl oyee voluntarily | eaves the supervisory position. The
cancel l ati on of the adjustnent under these circunstances is not an
adverse action and is not appealable. |If an enployee is renoved
from a supervisory position for personal cause (perfornmance or
conduct), the adjustnment wll be renoved under adverse action
pr ocedur es. However, if an enployee is renoved from a non-
probationary supervisory position for conditions other than
voluntary or for personal cause, then the grade and pay retention
provisions of 5 CFR 536 will prevail where “payband level” is
substituted for “grade.”

Leader Pay Differentials

Leader differentials nay be used, at the discretion of the

STRICOM Deputy to the Commander, to incentivize and reward
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enpl oyees in | eader positions wthout formal supervisory authority.
A Leader Pay Differential is a cash incentive that nmay range up to
10 percent of the |eader’s basic rate of pay. It is paid on a pay
period basis and is not included as part of the supervisor’s basic
rate of pay. Criteria to be considered in determ ning the anmount
of this Leader Pay Differential includes those identified for
Supervi sory Pay Adjustnents.

The Leader Pay Differential may be considered, either during
conversion into or after initiation of the denonstration project,
if the |eader had oversees enployees in the sanme payband. The
differential nmust be termnated if the enployee is renoved froma
| eader position, regardl ess of cause.

As specified in Supervisory Pay Adjustnents, after initiation
of the denonstration project, all personnel actions involving a
supervisory differential will require a statenent signed by the
enpl oyee acknow edging that the differential may be term nated or
reduced at the STRICOM Deputy to the Commander’s discretion. The
termnation or reduction of the differential is not an adverse
action and is not subject to appeal.

Pay and Conpensation Ceilings

An enpl oyee’s total nonetary conpensation for a cal endar year
may not exceed the basic rate of pay for level | of the Executive
Schedul e consistent with 5 U.S.C. 5307 and 5 CFR part 530, subpart
B.
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I n addi tion, each payband will have its own pay ceiling, just
as grades do in the current system Pay rates for the various
paybands will be directly keyed to the GS rates. Except for
retained rates, basic pay wll be limted to the maxi mum rates
payabl e for each payband.

Pay Setting for Pronotion

Upon pronotion to a higher payband, an enployee wll be
entitled to a 6% pay increase or the |lowest |evel in the payband to
whi ch pronoted, whichever is greater. Highest previous rate al so
may be considered in setting pay upon pronotion, under rules
simlar to the highest previous rate rules in 5 CFR 531.203(c) and
(d).

C. dassification

| nt r oducti on

The objectives of the new classification system are to
sinplify the classification process, nmake the process nore
servi ceabl e and understandable, and place nore decision-nmaking
authority and accountability with |ine managers. Al'l positions
listed in Appendix A will be in the classification structure
Provisions will be made for including other occupations as
enpl oynent requirenents change in response to changing techni cal
pr ogr ans.

Cccupational Seri es

The present GS classification system has over 400 occupations

41



10
11
12
13
14
15
16
17
18
19
20
21
22
23

24

(also called series), which are divided into 22 groups. The
occupational series will be maintained. New series, established by
OPM may be added as needed to reflect new occupations in the
wor kf or ce. Appendi x A lists the occupational series currently
represented at STRI COM by occupational famly.

Cl assification Standards

STRICOM wll use a classification system that 1is a
nodi fication of the system now in use at the U S. Navy, Nava
Command, Control and Ocean Surveillance Center, San D ego,
California. The present classification standards wll be used to
create |ocal benchmark position descriptions for each payband,
reflecting duties and responsibilities conparable to those
described in present classification standards for the span of
grades represented by each payband. There will be at |east one
benchmark position description for each payband. A supervisory
benchmark position description will be added to those paybands t hat
i ncl ude supervisory enployees. Present titles and series wll
continue to be used in order to recognize the types of work being
performed and educati onal backgrounds and requirenents of
i ncunbents. Locally devel oped specialty codes and OPM functi onal
codes wll be used to facilitate titling, nmaking qualification
determ nations, and assigning conpetitive levels to determ ne
retention status.

Position Descriptions and Cl assification Process
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The STRICOM Deputy to the Commander w Il have del egated
classification authority and may redelegate this authority to
subor di nate managers. New benchmark position descriptions wll be
devel oped to assist managers in exercising delegated position
classification authority. Managers wll identify the occupational
famly, job series, the functional code, the specialty code,
payband | evel, and the appropriate acquisition codes. The nmanager
wi |l docunment these decisions on a cover sheet simlar to the
present OPM For m OFS8.

Specialty codes will be devel oped by Subject Matter Experts
(SMEs) to identify the special nature of work perforned.
Functional codes are those currently found in the OPM I ntroduction
to the Cassification Standards which define certain kinds of
activities, e.g., Research, Devel opnent, Test and Eval uation, etc.,
and covers Engineers & Scientists.

Classification Appeal s

An enpl oyee nmay appeal the occupational famly, occupational
series, or payband of his or her position at any tine. The
enpl oyee may acconplish this by exercising any of the foll ow ng
options: (a) The enployee nust formally raise the areas of concern
to supervisors in the imediate chain of conmand, either verbally
or in witing, (b) If the enployee is not satisfied with the
supervi sory response, the enployee nmay appeal to the appellate

| evel within DoD or nmay appeal directly to OPM (c) If the enpl oyee
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elects to first appeal to DoD but is not satisfied with this
response, he/she may appeal to the O fice of Personnel Managenent.
Appel | ate decisions from OPM are final

The evaluation of a classification appeal, is based on the
STRI COM Per sonnel Denonstration Project C assification Standards.

D. Hi ring and Appointnent Authorities

1. Hring Authority

A candidate's basic eligibility wll be determned using
O fice of Personnel WMnagenent's (OPM Qualification Standards
Handbook for Ceneral Schedule Positions. Candi dates nust neet the
m ni mum st andards for entry into the payband. For exanple if the
payband i ncludes positions in grades GS-5 and GS-7, the candidate
must neet the qualifications for positions at G55 level. Specific
experience/ education required will be determ ned based on whet her
a position to be filled is at the | ower or higher end of the band.
Sel ective placenent factors can be established in accordance with
the OPM Qualification Handbook, when judged to be critical to
successful job performance. These factors will be conmunicated to
all candidates for particular position vacancies and nust be net
for basic eligibility. Under the denonstration authority, STRI COM
will nodify qualification standards only as authorized in the
CGener al Policies and instructions (paragraph 8) of t he
Qualification Standard Handbook.

2. Appointnent Authority
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Under the denonstration project, there will continue to be
career and career conditional appointments and tenporary
appoi ntnents not to exceed one year. These appointnents wll use
existing authorities and entitlenents. Non- per manent positions
(exceeding one year) needed to neet fluctuating or wuncertain
wor kl oad requirenments wll be filled using a Contingent Enployee
appoi nt ment aut hority.

Enpl oyees hired for nore than one year, under the contingent
enpl oyee appoi ntnment authority are given term appointnents in the
conpetitive service for no longer than five years. The STRI COM
Deputy to the Comrander is authorized to extend a contingent
appoi nt nent one additional year. These enployees are entitled to

the same rights and benefits as termenpl oyees and will serve a two

year trial period. The Pay-for-Performance Managenent System
described in I11.B applies to contingent enployees.
Appointnents wll be nmade wunder the sanme appointnent

authorities and processes as regular term appointnents, but
recruitment bulletins nust indicate that there is a potential for
conversi on to permanent enpl oynent.

Enpl oyees hired under the contingent enpl oyee authority may be
eligible for conversion to career-conditional appointnents. To be
converted, the enployee nust (1) have been selected for the term
position wunder conpetitive procedures, wth the announcenent

specifically stating that the individual (s) selected for the term
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position(s) may be eligible for conversion to career-conditional
appointnment at a later date; (2) served two years of substantially
continuous service in the term position; (3) be selected under
merit pronotion procedures for the permanent position ; and (4)
have a current rating of B or better.

Enpl oyees serving under regular tinme-limted at the tine of
conversion to the Denonstration Project will be converted to the
new conti ngent enpl oyee appoi ntnents provi ded they were hired for
their current positions under conpetitive procedures. These
enpl oyees will be eligible for conversion to career-conditiona
appointrment if they have a current rating of B or better (or one of
the top two ratings on the current evaluation systen), and are
sel ected under nerit pronotion procedures for their permnent
position after having conpleted two years of continuous service.
Time served in tenporary or termpositions prior to conversion to
the contingent enployee appointnent is creditable, provided the
service was conti nuous.

3. Conpetitive Examining and Distinguished Scholastic

Appoi nt nent s

STRI COM needs a process which will allow for the rapid filling
of vacancies, is less labor intensive, and is responsive to our
needs. Restructuring the examning process and providing an
authority to appoint candi dates neeting distinguished scholastic

achievements wll help achieve these goals. Wen STRI COM
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i npl ements the Denonstration Project, this conponent nmay be
avail able for all occupations. This will elimnate the inposition
of multiple exam ning and appoi ntnent systens on the public and
will strengthen efficiencies gained under the Denonstration
Proj ect.

a. Delegated Exam ning Authority. STRICOM s purpose to

denonstrate a streanlined exam ni ng process for both permanent and
non- per manent positions. This authority wll apply to al

positions with exception of positions in the Senior Executive
Servi ce. This authority wll include the coordination of
recruitnment and public notices, the admnistration of the exam ning
process, the admnistration of veteran’s preference, t he
certification of candidates, and selection and appointnent

consistent wwth nerit principles.

b. Description of Exam ning Process. The primary change
in the exam ning process to be denonstrated is the grouping of
eligible candidates into three Quality Goups using nunerical
scores and the elimnation of consideration according to the “rule
of three”.

For each candidate, mninumqualifications will be determ ned
using OPMs Operating Mnual for “Qualification Standards For
Ceneral Schedul e Positions”/”Job Qualification Systens For Trades
and Labor Occupations (Handbook X-118C)” including any sel ective

pl acenent factors identified for the position. Candi dates who neet

a7



10
11
12
13
14
15
16
17
18
19
20
21
22
23

24

basic (mninmunm) qualifications will be further eval uated based on
know edge, skills and abilities which are directly linked to the
position(s) to be filled. Based on this assessnent, candi dates
will receive a nunerical score of 70, 80, or 90. No internediate
scores will be granted except for those eligibles who are entitled
to veterans preference. Preference eligibles neeting basic
(mninmum qualifications wll receive an additional 5 or 10 points
(depending on their preference eligibility) which is added to the
m ni num scores identified above. Candidates will be placed in one
of three quality groups based on their nunerical score, including
any veteran's preference points: Basically Qualified (score of 70
and above), Highly Qualified (score of 80 and above), or Superior
(score of 90 and above). The nanes of preference shall be entered
ahead of others having the sanme nunerical rating.

For scientific/engineering and professional positions at the
equi valent of GS-9 and above, candidates wll be referred by
quality groups in the order of the nunerical ratings, including any
veterans preference points. For all other positions, i.e., other
than scientific/engineering and professional positions at the
equi valent of GS-9 and above, preference eligibles with a
conpensabl e servi ce-connected disability of 10 percent or nore who
meet basic (mninmum eligibility will be listed at the top of the
hi ghest group certifi ed.

In selecting the top candidate, selecting officials should be
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provided with a reasonable nunber of qualified candidates from
which to choose. All candidates in the highest group will be
certified. |If there is an insufficient nunber of candidates in the
hi ghest group, candidates in the next |ower group may be certified
in rank order. Wen two or nore groups are certified, candi dates
wll be identified by quality group (i.e., Superior, Hi ghly
Qualified, Basically Qualified) in the order of their nunerica

scores. In meking selections, to pass over any preference
eligible(s) to select a nonpreference eligible requires approval

under current pass over or objection procedures.

C. Di sti ngui shed Schol astic Achi evenent Appoi nt nent.

STRICOM s further purpose to establish a Distinguished Schol astic
Achi evenrent Appointnment using an alternative exam ning process
which provides the authority to appoint undergraduates and
graduat es through the doctoral |evel who neet basic eligibility as
determned by using OPMs Qperating Mnual for “Qualification
Standards for GCeneral Schedule Positions” plus any previously
establ i shed selective placenent factors, if applicable and the
foll ow ng schol astic standards:

*3.5 grade-point average (GPA) or above on a 4.0 scale
for required courses in the magjor field of study, or for all course
wor k; or

*&Gaduated in the top 10% of their graduating cl ass.

At the undergraduate | evel, the GPA may be based on 4 years of
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education or on those courses conpleted during the final 2 years of
the curricul um

Veterans preference procedures wll apply when selecting
candi dates under this authority. Preference eligibles who neet the
above criteria wll be considered ahead of non preference
eligibles. In making selections, to pass over any preference
eligible(s) to select a nonpreference eligible requires approval
under current objection procedures.

This authority allows for the conpetitive appointnent to
positions at the equivalent of GS-7 through GS-11, and GS-12 for
positions involved in research. Di stingui shed Scholastic
Achi evenent Appointnents will enable STRICOMto respond quickly to
hiring needs wth emnently qualified candidates possessing
di sti ngui shed schol astic achi evenents.

4. Ext ended Probationary Peri od

The current one year probationary period will be extended to
two years for all newy hired enpl oyees. The purpose of extending
the probationary period is to allow supervisors an adequate period
of time to fully evaluate an enployee's ability to conplete a cycle
of work (such as research, program devel opnent and execution, and
technology transfer) and to fully evaluate an enployee's
contribution and conduct.

Asi de from extending the tinme period, all other features of

the current probationary period are retained including the
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potential to renove an enployee wthout providing the ful
substantive and procedural rights afforded a non-probationary
enpl oyee. Any enpl oyee appointed prior to the inplenentation date
w Il not be affected. The two year probation will apply to new
hires or those who do not have reenpl oynent rights or reinstatenent
privil eges.

Probationary enployees will be term nated when the enpl oyee
fails to denonstrate proper conduct, technical conpetency, and/or
adequate contribution for continued enploynent. Wen STRI COM
decides to termnate an enployee serving a probationary period
because his/her work performance or conduct during this period
fails to denonstrate their fitness or qualifications for continued
enpl oynent, it shall termnate his/her services by witten
notification of the reasons for separation and the effective date
of the action. The information in the notice as to why the
enpl oyee is being termnated shall, as a mninmum consists of the
manager's conclusions as to the inadequacies of their performance
or conduct.

5. Supervisory Probationary Peri ods

Supervi sory probationary periods will be nmade consistent with
5 CFR 315, Subchapter 315.901. Enpl oyees that have successfully
conpleted the initial probationary period will be required to
conpl ete an additional one year probationary period for the initial

appoi ntment to a supervisory position. |f, during the probationary
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period, the decision is made to return the enployee to a
nonsupervi sory position for reasons solely related to supervisory
performance, the enployee will be returned to a conparabl e position
of no | ower payband and pay than the position fromwhich they were
pr onot ed.

6. Voluntary Eneritus Program

Under the denonstration project, the Deputy to the Commander
wi |l have the authority to offer retired or separated individuals
voluntary assignnments in the Conmand. This authority will include
i ndi viduals who have retired or separated from Federal service.
Voluntary Enmeritus Program assignnents are not considered
“enpl oynent” by the Federal governnent (except for purposes of
i njury conpensation). Thus, such assignnments do not affect an
enpl oyee’s entitlenment to buyouts or severance paynents based on an
earlier separation from Federal service. The Voluntary Eneritus
Program will ensure continued quality work while reducing the
overall salary line by allow ng higher paid individuals to accept
retirement incentives with the opportunity to retain a presence at
STRI COM The program will be of nost benefit during manpower
reductions as senior enpl oyees could accept retirenment and return
to provide valuable on-the-job training or nentoring to |ess
experi enced enpl oyees. Vol untary service wll not be used to
repl ace any enpl oyee.

To be accepted into the eneritus program a volunteer nust be

52



10
11
12
13
14
15
16
17
18
19
20
21
22
23

24

reconmended by a manager to the Deputy to the Comrander. Everyone
who applies is not entitled to a voluntary assignnent. The Deputy
to the Commander nust clearly docunent the decision process for
each applicant (whether accepted or rejected) and retain the
docunentation throughout the assignnent. Docunent ati on  of
rejections will be maintained for two years.

To ensure success and encourage participation, the volunteer’s
federal retirement pay (whether mlitary or civilian) wll not be
affected while serving in a voluntary capacity. Retired or
separated federal enployees may accept an eneritus position w thout
a break in service or mandatory waiting period.

Vol unteers will not be permtted to nonitor contracts on
behal f of the governnent or to participate on any contracts or
solicitations where a conflict of interest exists. The sane rules
that currently apply to source selection nenbers will apply to
vol unt eers.

An agreenent will be established between the volunteer, the
Deputy to the Commander and the Human Resource Managenent Divi sion
(HRVD). The agreenent will be reviewed by the |ocal Legal Ofice
for ethics determ nations under the Joint Ethics Regulation. The
agreenment nust be finalized before the assunption of duties and
shal | incl ude:

(a) a statenment that the voluntary assignnment does not

constitute an appointnent in the civil service and is wthout
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conpensati on,

(b) a statenent that the volunteer will be considered a
federal enployee for the purpose of injury conpensation, and any
and all clains against the Government (because of the voluntary
assi gnnent) are wai ved by the vol unt eer

(c) volunteer's work schedul e,

(d) length of agreenent (defined by |length of project or
time defined by weeks, nonths, or years),

(e) support provided by STRICOM (travel, adm nistrative,
of fi ce space, supplies),

(f) a one page Statenent of Duties and Experience,

(g) a provision that states no additional tinme wll be
added to a volunteer's service credit for such purposes as
retirenent, severance pay, and | eave as a result of being a nenber
of the Voluntary Enmeritus Program

(h) a provision allowng either party to void the
agreenent with 10 worki ng days witten notice, and

(i) the level of security access required (any security
cl earance required by the assignnment will be nanaged by STRI COM
whil e the volunteer is a nenber of the Voluntary Enmeritus Program

E. Enpl oyee Devel opnent

1. Expanded Devel opnmental Opportunity Program

The STRI COM Expanded Devel opnental Cpportunity Programw || be

funded by STRI COM and it will cover all denonstration project
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enpl oyees. An expanded devel opnental opportunity conplenents
exi sting developnental opportunities such as (1) long term
training, (2) one year work experiences in an industrial setting
via the Training Wth Industry Program (3) one year work
experiences in |laboratories of allied nations via the Science and
Engi neer Exchange Program (4) rotational job assignnents within
STRICOM  (5) up to one year devel opnental assignnments in higher
headquarters within the Arny and Departnent of Defense, and (6)
self directed study via correspondence courses and | ocal coll eges
and universities.

Each devel opnmental opportunity period should benefit STRI COV
as well as increase the enployee's individual effectiveness.
Various |learning or devel opnental experiences may be consi dered,
such as advanced academ c teaching or research, or on-the-job work
experience with public or non-profit organi zations. Enployees wl |
be eligible after conpletion of two years of Federal service.
Fi nal approval authority will rest with the STRI COM Deputy to the
Conmmander, and sel ection of an enpl oyee to be granted an expanded
devel opnental opportunity will be on a conpetitive basis. An
expanded devel opnental opportunity period will not result in |oss
of (or reduction in) pay, |eave to which the enployee is otherw se
entitled, or credit for time or service.

The opportunity to participate in the Expanded Devel opnent a

Qpportunity Programw || be announced annually. Instructions for
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application and the selection criteria wll be included in the
announcenent . Final selection for participation in the program
w |l be nmade by the Personnel Managenent Board. The position of
enpl oyees on an expanded devel opnental opportunity nmay be
backfilled wth enployees tenporarily pronoted or contingent
enpl oyees or enployees assigned via the sinplified assignnent
process in 3. A, However, that position or its equivalent nust be
made available to the enployee returning from the expanded
devel opnment al opportunity.

2. Training for Deqgrees

Degree training is an essential conponent of an organization
that requires continuous acquisition of advanced and specialized
know edge. Degree training in the academc environnent of
| aboratories is also a critical tool for recruiting and retaining
enpl oyees with or requiring critical skills. Constrai nts under
current law and regulation |limt degree paynent to shortage
occupati ons. In addition, current government w de regul ations
aut hori ze paynent for degrees based only on recruitnent or
retention needs. Degree paynent is not permtted for non-shortage
occupations involving critical skills.

STRI COM proposes to expand the authority to provide degree
payment for purposes of neeting critical skill requirenents, to
ensure continuous acqui sition of advanced and specialized know edge

essential to the organization, and to recruit and retain personnel
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critical to the present and future requirenents of the
organi zati on. Degree paynent may not be authorized where it would
result in atax liability for the enpl oyee w thout the enpl oyee’s
express and witten consent. It is expected that the degree
paynment authority will be used primarily and largely for advanced
degrees, except in rare instances where an undergraduate degree
programis deened necessary. Additionally, when it is determ ned
to be in the best interest of the governnent, enployees nmay be
allowed to remain in pay status to attend school full tinme for the
pur pose of advanced degree training.

STRRCOM wi | | devel op guidelines to ensure conpetitive approval
of degree paynent and that such decisions are fully docunented. In
addition, this proposal shall be inplenmented consistent with 5
U S.C 4107(b)(2).

F. Revised Reduction-in-Force (R F) Procedures

| nt r oducti on

Changes in the Reduction-in-Force process are contingent upon
agreement by the Ofice of Personnel Mnagenent that it retains
authority to revise its inplenenting regulations under the
Veterans’ Preference Act of 1944 and its denonstration project
authority at 5 U.S.C. 4703.

Provi sions include nmaki ng one conpetitive area for all STRI COM
regardl ess of geographic |ocation and increasing the enphasis on

performance in the RIF Process. Retention criteria is in the
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followng order; tenure, veterans' preference, service credit
adjusted by a sumof the |ast three performance ratings. Current
reduction in force regul ati ons/ procedures have been adjusted in the
context of the occupational famly and the payband cl assification
system Al so regulations are being nodified by substituting “sane
payband” for “same grade” and “one payband |lower” for “three grades
| ower .

Conpetitive Areas

Al five occupational famlies will be in the sane conpetitive
area and the conpetitive area will cover all geographic |ocations.
Bunps and retreats will occur only within the conpetitive area and
only to positions for which the enployee is qualified in the sane
or next |ower payband.

Conmpetitive levels will be established based on the payband,
classification series, and where responsibilities are simlar
enough in duties, qualification requirenents, pay schedules, and
wor ki ng conditions so that an enpl oyee may be reassigned to any of
the other positions within the | evel without requiring significant
training or causing undue interruption. Separate conpetitive
|l evels will be established for positions in the conpetitive and
excepted service; for positions filled on a full-time, part-tine,
intermttent, seasonal, or on-call basis; and separate levels wll
be established for positions filled as a trainee or devel opnental .

Ret enti on
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Conpeting enpl oyees are listed on a retention register in the
order shown below. Each tenure group has three subgroups (30% or
hi gher conpensabl e veterans, other veterans, and non-veterans) and
enpl oyees appear on the retention register in that order. Wthin
each subgroup, enployees are in order of years of service adjusted

to include performance credit.

Tenure | (Car eer enpl oyees)
Tenure Il (Career-Conditional enployees)
Tenure 111 (Contingent enpl oyees)

In the Denonstration Project an enployee can bunp into a
position, in the sane occupational famly in the sanme payband or
one below, that is currently held by another enployee in a | ower
retention subgroup. An enployee may retreat into an al nost
identical position in the sane occupational famly in the sane band
or one payband below that is currently held by another enployee in
t he sane subgroup who has | ower adjusted RIF service conputation
date. A preference eligible with a conpensabl e servi ce-connected
disability of 30 percent or nore may displace enployees in
positions equivalent to five GS grades below the m ninum grade
| evel of his/her current band.

An enpl oyee with a current annual performance rating of U has
assignnment rights only to a position held by another enpl oyee who
has a Urating. An enployee who has been given a witten decision

of renoval because of unacceptable performance will be placed at
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the bottomof the retention register for their conpetitive |evel.

Li nk Bet ween Performance and Retention

An enpl oyee will have additional years of service added to the
service conputation date for retention purposes. The credit is
applied for each of the last three annual performance ratings of
record, received over the last four years, for a potential credit
of 30 years. |If an enployee has | ess than three annual performance
ratings of record, then for each mssing rating, a rating of C wi ||
be assunmed. Ratings given under nonDeno systens will be converted
to the denop rating schenme and provided the equivalent rating
credit.

Rating A adds 10 years
Rating B adds 7 years
Rating C adds 3 years
Rating U adds no credit for retention

G ade and Pay Retention

Except where waived or nodified by this plan, grade and pay
retention will follow current regul ati ons, except that occupati onal
famly “payband” will substitute for “grade.”

V. Training

| nt r oducti on

The key to the success or failure of the proposed

denonstration project wll be the training provided for al
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i nvol ved. This training will not only provide the necessary
know edge and skills to carry out the proposed changes, but wll
al so lead to program comm tnent on the part of participants.

Trai ning at the begi nning of inplenentation and throughout the
denonstration will be provided to supervisors, enployees, and the
admnistrative staff responsible for assisting managers in
effecting the changeover and operation of the new system

The el enents to be covered in the orientation portion of this
training wll include: (1) a description of the personnel system
(2) how enpl oyees are converted into and out of the system (3)
t he pay adjustnent and/or bonus process, (4) famliarization with
t he new position descriptions and performance objectives, (5) the
performance eval uati on managenent system (6) the reconsideration
process, and (7) the denonstration project admnistrative and
formal eval uation process.

Super vi sors

The focus of this project on managenent-centered personne
admnistration, wth increased supervisory and nanagerial personnel
managenent authority and accountability, demands thorough training
of supervisors and nmanagers in the know edge and skills that wll
prepare themfor their new responsibilities. Training will include
detailed information on the policies and procedures of the
denonstration project, skills training in using the classification

system position description preparation, performance eval uation.
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Addi tional training may focus on nonproject procedural techniques
such as interpersonal and communi cation skills.

Adm nistrative Staff

The adm nistrative staff, generally human resource advisors
play a key role in advising, training, and coaching supervisors and
enpl oyees in inplenenting the denonstration project. This staff
will need training in the procedural and technical aspects of the
proj ect.

Enpl oyees

STRICOM in conjunction with the Human Resource Managenent

Division, will train enployees covered under the denonstration
proj ect . In the nonths leading up to the inplenentation date,
meetings will be held for enployees to fully inform them of all

proj ect decisions, procedures, and processes.

V. Conver si on

Conversion to the Denonstration Project

a. Initial entry into the denonstration project wll be
acconplished through a full enployee protection approach that
ensures each enployee an initial place in the appropriate payband
w thout |oss of pay. Enpl oyees serving under regular term
appoi ntnents at the tinme of the inplenentation of the denonstration
project will be converted to the contingent enpl oyee appoi ntnent.
Position announcenent, etc. wll not be required for these

conti ngent enpl oyee appointnents. An automatic conversion from
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current GS/GM grade and pay into the new payband system will be

acconpl i shed. Each enployee’s initial total salary under the
denonstration project wll equal the total salary received
i medi ately before conversion. Enpl oyees who enter the

denponstration project later by lateral reassignnment or transfer
wll be subject to parallel pay conversion rules. |[If conversion
into the denonstration project is acconpani ed by a geographi c nove,
the enpl oyee’s GS pay entitlenents in the new geographi c area nust
be determ ned before perform ng the pay conversion.

b. Enpl oyees who are on tenporary pronotions at the tine of
conversion will be converted to a payband commensurate with the
grade of the position to which pronoted. At the conclusion of the
tenporary pronotion, the enployee will revert to the payband which
corresponds to the grade of record. Wen a tenporary pronotion is
term nated, the enployee’'s pay entitlements will be determ ned
based on the enployee’'s position of record, wth appropriate
adjustnents to reflect pay events during the tenporary pronotion,
subject to the specific policies and rul es established by STRI COM
In no case may those adjustnents increase the pay for the position
of record beyond the applicable pay range maximumrate. The only
exception wll be if the original conpetitive pronotion
announcenent stipulated that the pronotion could be nade pernanent;
in these cases actions to make the tenporary pronotion permanent

wll be considered, and if inplenmented, will be subject to al
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existing priority placenent prograns.

c. Enployees who are covered by special salary rates, prior

to the denonstration project, will no longer be considered a
special rate enployee under the Denonstration Project. These
enpl oyees will, therefore, be eligible for full locality pay. The

adj usted sal aries of these enployees will not change. Rather, the
enpl oyees will receive a new basic pay rate conputed by dividing
their adjusted basic pay (higher of special rate or locality rate)
by the locality pay factor for their area. A full locality
adjustnment wll then be added to the new basic pay rate. Adverse
action and pay retention provisions wll not apply to the
conversion process as there will be no change in total salary.

d. During the first 12 nonths foll ow ng conversi on, enpl oyees
Wil | receive pay increases for non-conpetitive pronotion
equi val ents when the grade |evel of the pronotion is enconpassed
within the sanme payband, the enployee’s perfornance warrants the
pronotion and pronotions woul d have ot herwi se occurred during that
period. Enployees who receive an in-level pronotion at the tinme of
conversion will not receive a prorated step increase equival ent as
defi ned bel ow

e. At the tinme of conversion each converted enployee will be
given a prorated pay increase for the tine credited to the enpl oyee
toward what woul d have been the enpl oyee’s next w thin-grade (step)

I ncrease. The paynent for enployees wll be conputed by:
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calculating the ratio of the nunber of weeks the enpl oyee wll have
spent in the current step through the week prior to the day of
conversion, to the total nunber of weeks in the enployee’s current
wai ting period for a regular wthin-grade increase; and multiplying
that ratio by the dollar value of the enpl oyee’'s next w thin-grade
increase at the tine of conversion.

Conversion or Myvenent froma Project Position to a General

Schedul e Position

If a denonstration project enployee is noving to a Genera
Schedul e (GS) position not under the denonstration project, or if
the project ends and each project enpl oyee nmust be converted back
to the GS system the follow ng procedures will be used to convert
t he enployee’s project payband to a GS-equival ent grade and the
enpl oyee’ s project rate of pay to GS equivalent rate of pay. The
converted GS grade and GS rate of pay nust be determ ned before
movenment or conversion out of the denonstration project and any
acconpanyi ng geogr aphi c novenent, pronotion, or other sinultaneous
action. For conversions upon term nation of the project and for
| ateral reassignnments, the converted GS grade and rate will becone
the enployee’s actual GS grade and rate after |leaving the
denonstration project (before any other action). For transfers,
pronotions, and other actions, the converted GS grade and rate w ||
be used in applying any GS pay admi nistration rules applicable in

connection wth the enpl oyee’s novenent out of the project (e.g.,
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pronotion rules, highest previous rate rules, pay retention rules),
as if the GS converted grade and rate were actually in effect
i mredi ately before the enployee |left the denonstration project.

a. Grade-Setting Provisions: An enployee in a payband
corresponding to a single GS grade is converted to that grade. An
enpl oyee in a payband corresponding to two or nore grades is
converted to one of those grades according to the follow ng rules:
(1) The enployee’s adjusted rate of basic pay under the
denonstration project (including any locality paynent) is conpared
wth step 4 rates in the highest applicable GS rate range. (For
this purpose, a “GS rate range” includes a rate in (1) the GS base
schedule, (2) the locality rate schedule for the locality pay area
in which the position is located, or (3) the appropriate special
rate schedule for the enployee’s occupational series, as
applicable.) If the series is a tw-grade interval series, only
odd- nunbered grades are consi dered bel ow GS-11.

(2) If the enployee’s adjusted project rate equals or
exceeds the applicable step 4 rate of the highest GS grade in the
band, the enployee is converted to that grade.

(3) If the enployee’s adjusted project rate is |ower
than the applicable step 4 rate of the highest grade, the adjusted
rate is conpared with the step 4 rate of the second hi ghest grade
in the enployee’s payband. |If the enployee’s adjusted rate equals

or exceeds step 4 rate of the second hi ghest grade, the enployee is
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converted to that grade.

(4) This process is repeated for each successively | ower
grade in the band until a grade is found in which the enployee’s
adj usted project rate equals or exceeds the applicable step 4 rate
of the grade. The enployee is then converted at that grade. |If
the enployee’s adjusted rate is below the step 4 rate of the | owest
grade in the band, the enployee is converted to the | owest grade.

(5) Exception: If the enployee’s adjusted project rate
exceeds the maximum rate of the grade assigned under the above-
described “step 4" rule but fits in the rate range for the next
hi gher applicable grade (i.e., between step 1 and step 4), then the
enpl oyee shall be converted to that next higher applicable grade.

(6) Exception: An enployee will not be converted to a
| ower grade than the grade held by the enployee immediately
precedi ng a conversion, |lateral reassignnent, or |ateral transfer
into the project, unless since that tinme the enpl oyee has under gone
a reduction in band.

b. Pay-Setting Provisions: An enployee’s pay within the
converted GS grade is set by converting the enployee’'s
denonstration project rate of pay to GS rate of pay in accordance
with the follow ng rules:

(1) The pay conversion is done before any geographic
movenment or other pay-related action that coincides with the

enpl oyee’ s novenent or conversion out of the denonstration project.
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(2) An enployee’s adjusted rate of basic pay under the
project (including any locality paynent) is converted to a GS
adjusted rate on the highest applicable rate range for the
converted GS grade. (For this purpose, a “GS rate range” includes
a rate range in (1) the GS base schedule, (2) an applicable
|locality rate schedule, or (3) an applicable special rate
schedul e.)

(3) If the highest applicable GS rate range is a
locality pay rate range, the enployee’s adjusted project rate is
converted to a GSlocality rate of pay. |If this rate falls between
two steps in the |ocality-adjusted schedule, the rate nust be set
at the higher step. The converted GS unadjusted rate of basic pay
would be the GS base rate corresponding to the converted GS
locality rate (i.e., sane step position). (If this enployee is
al so covered by a special rate schedule as a GS enpl oyee, the
converted special rate will be determ ned based on the GS step
posi tion. This underlying special rate will be basic pay for
certain purposes for which the enployee’ s higher locality rate is
not basic pay.)

(4) If the highest applicable GS rate range is a specia
rate range, the enployee’'s adjusted project rate is converted to a
special rate. |If this rate falls between two steps in the speci al
rate schedule, the rates nust be set at the higher step. The

converted GS unadjusted rates of basic pay will be the GS rates
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corresponding to the converted special rate (i.e., sane step
position).

Per sonnel Admi ni stration

Al'l personnel |aws, regulations, and guidelines not waived by

this plan will remain in effect. Basi c enpl oyee rights will be
saf eguarded and nerit principles will be maintained. Supporting
personnel specialists will continue to process personnel-rel ated

actions and provide consultative and other appropriate services.

Aut onmati on

STRICOM wi I | continue to use the Defense G vilian Personne
Data System (DCPDS) for the processing of personnel-rel ated dat a.
Payroll servicing wll <continue from the respective payrol
of fices.

Local automated systems wll be developed to support
conputation of performance related pay increases and awards and
ot her personnel processes and systens associated with this project.

Experimentati on and Revi sion

Many aspects of a denonstration project are experinental.
Modi fications may be nmade from time to tinme as experience isS
gai ned, results are analyzed, and conclusions are reached on how
the systemis working. STRCOMw || nmake m nor nodifications, such
as changes in the occupational series in an occupational famly
w t hout further notice. Maj or changes, such as a change in the

nunber of occupational famlies, will be published in the Federal
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Regi ster.

VI . Proj ect Duration

Public Law 103-337 renoved any mandatory expiration date for
this denonstration. The project evaluation plan adequately
addresses how each intervention will be conprehensively eval uated
for at least the first 5 years of the denonstration. Mjor changes
and nodifications to the interventions can be nade through
announcenent in the Federal Register and would be nade if formative
eval uation data warranted. At the 5 year point, the entire
denonstration wll be reexamned for weither: (a) permanent
i npl enent ation, (b) change and another 3-5 year test period, or (c)
expiration.

VIl. Eval uati on Pl an

Chapter 47 (Title 5 U S.C ) requires that an evaluati on system
be inplenmented to neasure the effectiveness of the proposed
personnel managenent interventions. An evaluation plan for the
entire | aboratory denonstration program covering 24 DoD | abs was
devel oped by a joint OPM DOD Eval uati on Commttee. A Conprehensive
eval uation plan was submtted to the Ofice of Defense Research &
Engi neering in 1995 and subsequently approved (Proposed Pl an for
Evaluation of the Departnent of Def ense S&T Laboratory
Denmonstration Program Ofice of Mrit Systens Oversight &

Ef fecti veness, June 1995). The overall evaluation effort wll be
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coordinated and conducted by OPMs Personnel Resources and
Devel opnent Center (PRDC). The primary focus of the evaluation is
to determ ne whether the waivers granted result in a nore effective
personnel systemthan the current as well as an assessnent of the
costs associated with the new system

The present personnel systemwth its many rigid rules and
regulations is generally perceived as an inpedinment to mssion
acconplishnment. The Denonstration Project is intended to renove
sone of those barriers and therefore, is expected to contribute to
i nproved organi zational performance. Wile it is not possible to
prove a direct causal Ilink between internediate and ultinate
outcones (inproved personnel system performance and inproved

organi zati onal effectiveness), such a |linkage is hypothesized and

data will be collected and tracked for both types of outcone
vari abl es.
An intervention inpact nodel (Appendix B) will be used to

measure the effectiveness of the various personnel system changes
or interventions. Addi tional neasures will be devel oped as new
interventions are introduced or existing interventions nodified
consistent with expected effects. Measures may al so be del eted
when appropriate. Activity specific nmeasures may al so be devel oped
to accommodate specific needs or interests which are locally
uni que.

The eval uation nodel for the Denonstration Project identifies
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elements critical to an evaluation of the effectiveness of the
interventions. The overall evaluation approach will also include
consideration of context variables that are likely to have an
i npact on project outconmes: e.g., HRMregionalization, downsizing,
cross-service integration, and the general state of the econony.
However, the main focus of the evaluation will be on internediate
outcomes, e.g., the results of specific personnel system changes
which are expected to inprove human resources nanagenent. The
ultimate outconmes are defined as inproved organizational
ef fecti veness, m ssion acconplishnent, and custoner satisfaction.

Data froma variety of different sources will be used in the
eval uati on. Information from existing managenent information
systens supplenented wth perceptual data wll be used to assess
variables related to effectiveness. Miltiple nmethods provide nore
t han one perspective on how the denonstration project is working.
| nf ormati on gathered through one nethod will be used to validate
i nformati on gathered through another. Confidence in the findings
will increase as they are substantiated by the different collection
met hods. The followi ng types of data will be collected as part of
the evaluation: (1) workforce data; (2) personnel office data; (3)
enpl oyee attitudes and feedback wusing surveys, structured
interviews, and focus groups; (4) local activity histories; and,
(5) core neasures of |aboratory effectiveness.

VI, Denpnstration Project Costs
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Costs associated wth the developnent of the personnel
denonstration system include software automation, training, and
proj ect evaluation. Al funding will be provided through the
STRI COM budget . The projected annual expenses for each area is

summari zed in Table 2.

TABLE 2 - PRQIECTED DEVELOPMENTAL COSTS (Then Year Dol lars)

FY98 FY99 FYOO FEYO1 FY02 EYO3

Trai ni ng $ 6K $ 99K $12K
Project Evaluation $ 25K $ 60K $60K $60K $60K $60K
Aut omat i on $ 80K $ 10K

Total s $111K $169K $72K $ 60K $60K $60K

| X. Requi red Waivers to Law and Requl ati on

Public Law 103-337 gave the DoD the authority to experinent
with several personnel managenent innovations. |In addition to the
authorities granted by the law, the following are typical of the
waivers of law and regulation that wll be necessary for
i npl ementation of the Denonstration Project. In due course,
additional laws and regulations may be identified for waiver
request .

1. Title 5, U S. Code
Chapter 31, Section 3111: Acceptance of Vol unteer Service

- the extent that the acceptance of retired or separated engineers
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and scientists are included as volunteers under current statute.
Chapter 43, Sections 4301: Definitions

Chapter 43, Section 4302: Establishnment of Performance Appraisal
Syst ens.

Chapter 43, Section 4303: Actions based on Unacceptabl e
Per f or mance.

Chapter 51, Sections 5101-5107: Related to classification
standards and grading; to the extent that white collar enployees
w || be covered by paybandi ng.

Chapter 53, Sections 5301-5302 (8) and (9) and 5304: only
to the extent necessary to allow denonstration project enployees to
be treated as Ceneral Schedul e enpl oyees and to allow basic rates
of pay under the denonstration to be treated as schedul ed rates of
pay.

Chapter 53, Section 5303: to the extent that the General
Increase will be denied to enpl oyees with an unsatisfactory rating
of record.

Chapter 53, Section 5305: Special Rates
Chapter 53, Sections 5331-5336: Ceneral schedule pay rates and
Periodic Step |ncrease.

Chapter 53, Sections 5361-5366 related to pay rates
speci al pay, grade and pay retention; nodified to substitute “band”
for “grade.”

Chapter 55, Section 5545, related to hazardous duty
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prem um pay (only to the extent necessary to allow denonstration
proj ect enployees to be treated as General Schedul e enpl oyees).

Chapter 57, Section 5753, 5454, and 5755: Recruitnent and
Rel ocati on Bonuses, Retention and Supervisory Differentials - only
to the extent necessary to allow enpl oyees and positions under the
denmonstration project to be treated as enployees and positions
under the general schedul e.

Chapter 75, Section 7512(3): Adverse actions (to the
extent necessary to replace “grade” with “payband”).

Chapter 75, Section 7512(4): Adverse actions (to the
extent that adverse action provisions do not apply to conversions
from General Schedul e special rates to denonstration project pay,
as long as total pay is not reduced).

2. Title 5, Code of Federal Regul ations:

Par t 300. 601- 605, Ti me-i n-G ade requirenents
(Restrictions elimnated under the denonstration).

Part 308. 101 through 308.103 Vol unteer Service (to the
extent that retired enpl oyees can perform voluntary services).

Par t 315. 801 and 315. 802, Probati onary Peri od
(Denmponstration project enployees will have extended probationary
peri od).

Part 316. 301, Term Appoi ntnents (addi ng years to exceed
4) .

Part 316.303, Tenure of Term Enpl oyees (Denonstration
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all ows for conversion).

Part 316.305, Eligibility for Wthin-Gade |ncreases.
Part 351.402(b) Conpetitive Areas (Denonstration establishes
Conmpetitive Areas.)

Part 351.504, Credit for Performance: as it relates to
years of credit.

Part 351.701, Assignnment Involving D splacenent: to the
extent that enployees bunp and retreat rights will be limted to
one payband except in the case of 30% preference eligibles which is
a position equivalent to five GS grades below the m nimum grade
| evel of his/her payband.

Part 430 Subpart B Performance Appraisal for General
Schedul e, Prevailing Rate, and Certain O her Enpl oyees: Enpl oyees
under the denonstration project will not be subject to the
requi renments of this subpart.

Part 432: Modified to the extent that an enpl oyee may be
renoved, reduced in band level wth a reduction in pay, reduced in
pay w thout a reduction in band |evel and reduced in band |evel
wi thout a reduction in pay based on unacceptabl e performance. Al so
modified to delete reference to critical elenment. For enployees
who are reduced in band | evel wi thout a reduction in pay, Sections
432.105 and 432.106(a) do not apply.

Part 432, Sections 104 and 105: Proposing and Taking

Action Based on Unacceptable Performance: In so far as references
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to “critical elenents” are deleted and addi ng that the enpl oyee may
be “reduced in grade, or pay, or renoved’” if performance does not
i nprove to acceptable levels after a reasonable opportunity. In
addition, requirenents waived to the extent that a reduction in
band | evel is taken based on skill utilization criteria when there
IS no reduction in pay.

Part 511 dassification Under the General Schedule: (to
the extent that grades are changed to paybands, and that white
collar positions are covered by paybandi ng).

Part 530, Subpart C, Special salary rates.

Part 531, Subparts B, D, and E, Determning rate of basic
pay, w thin-grade increases, and quality step increases.

Part 531, Subpart F, Locality pay (only to the extent
necessary to all ow enpl oyees covered by paybanding to be treated as
General Schedul e enployees, and basic rates of pay under the
denonstration project to be treated as schedul ed annual rates of
pay) .

Part 536. Subparts A B, and C (only to the extent
necessary to all ow enpl oyees covered by paybanding to be treated as
Ceneral Schedule enployees and “payband” w il substitute for
“grade”).

Part 550. 703, Severance Pay (nodify the definition of
"reasonabl e offer" by replacing "two grade or pay |levels" with "one

band | evel” and “grade or pay level” with “band | evel”).
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to all ow denonstration project enployees to be treated as Ceneral
Schedul e enpl oyees).

Part 575, Subparts A B, C, and D Recruitnent Bonuses,
Rel ocati on Bonuses, Retention Al |l owances and  Supervisory
Dfferentials (Only to the extent necessary to all ow enpl oyees and
positions under the denonstrati on project covered by paybanding to
be treated as enpl oyees and positions under the General Schedul e
and to allow a supervisory differential as an incentive for
perform ng supervisory duties.

Part 591, Subpart B: Cost-of-Living Allowances and Post
Differential-Nonforeign Areas (This waiver applies only to the
extent necessary to allow denonstration project enployees to be
treated as enpl oyees under the CGeneral Schedule.).

Part 752.401 (a)(3)(4) Adverse Actions, reductions in
grade and pay (to the extent that grade refers to payband and if a
denonstration project enployee's pay falls below the payband
assi gned because performance does not allow a pay increase, it is

not an adverse action).
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Appendi x A:

Cccupational Series by Occupational

Fam | vy

Engi neers & Scientists

0801
0803
0810
0819
0854
0855
1515

1550

CGeneral ENngi neer

Saf ety Engi neer

G vil Engi neer

Envi ronnment al Engi neer
Conmput er Engi neer

El ectroni cs Engi neer

Oper ations Research Anal yst

Conmput er Sci enti st

Acqui si ti on Managenent

0301
0340

Project Director

Pr ogr am Manager

Acqui sition Support

0346
0802
1102
1670
1910
2001
2010

Logi stics

Engi neeri ng Techni ci an
Contract Speci ali st

Equi prent Speci al i st

Qual ity Assurance Speci ali st
Ceneral Supply Speciali st

| nvent ory Managenent Speci ali st
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Busi ness Managenent

0221
0301

0334
0343
0501
0510
0511
0560
0905
1035

Position Cl assification Specialist

Human Resour ce Advi sor

Staff Operations Oficer

Protocol O ficer
Comput er Speci al i st

Progr am Anal yst

Resour ce Managenent O fi cer

Syst ens Account ant
Audi t or

Budget Anal yst

Att or ney

Public Affairs

General Support

0080
0086
0303
0305
0318
0326
0342
0561
1106

Security O ficer
Security Assi stant
Msc Cerk and Asst
Mai | O erk

Secretary

Ofice Automati on O erk

Support Services Speci ali st

Budget Assi st ant

Procurenment d erk
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Appendi x B:

Proj ect Eval uation and Oversi ght

I ntervention | npact Mdel -

1.  Conpensation

DoD Lab Denonstration Program

INTERVENTION EXPECTED EFFECTS MEASURES DATA
SOURCES
a. Paybanding -increased organizational -perceived flexibility -attitude survey
flexibility
-reduced administrative -actual/perceived time savings -personnel office
workload, paperwork data, PME
reduction results, attitude
survey
-advanced in-hire rates -starting salaries of banded v. -workforce data
non-banded employees
-dower pay progression at -progression of new hires over -workforce data
entry levels time by band, career path
-increased pay potential -mean salaries by band, career -workforce data
path, demographics
-total payroll cost
-increased satisfaction with | -employee perceptions of -workforce data
advancement advancement
-increased pay satisfaction -pay satisfaction, internal/external | -attitude survey
equity

b. Conversion
buy-in

-improved recruitment

-no change in high grade
(GS-14/15) distribution

-employee acceptance

-offer/acceptance ratios

-percent declinations
-number/percentage of high grade
salaries pre/post banding

-employee perceptions of equity,
fairness
-cost as a percent of payroll

-personnel office
data
-workforce data

-attitude survey

-workforce data
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2. Performance Managenent

INTERVENTION EXPECTED BENEFITS MEASURES DATA SOURCES
a. Cash awardy/ -reward/motivate -perceived motivational power -attitude survey
bonuses performance
-to support fair and -amount and number of awards -workforce data
appropriate distribution of by career path, demographics,
awards -perceived fairness of awards -attitude survey
-satisfaction with monetary -attitude survey
awards
b. Performance/ -increased pay-performance | -perceived pay-performance link -attitude survey
contribution link -perceived fairness of ratings -attitude survey
based pay -improved performance -satisfactions with ratings -attitude survey
progression feedback -employee trust in supervisors -attitude survey
-adequacy of performance -attitude survey
feedback
-decreased turnover of high -turnover by performance rating -workforce data
performers/increased category
turnover of low
performers
-differential pay -pay progression by performance -workforce data
progression of high/low rating category, career path
performers
-alignment of organizational | -linkage of performance -performance
and individual performance expectationsto strategic plang/ expectations,
expectations and results goals strategic plans
-performance expectations -attitude survey/
focus groups
-increased employee -perceived involvement -attitude survey/
involvement in focus groups
performance planning and -performance management -personnel
assessment procedures regulations
c. New appraisal -reduced administrative -employee and supervisor -attitude survey
process burden perception of revised procedures
-improved communication -perceived fairness of process -focus group
d. Performance -better communication of -feedback and coaching -focus groups
development performance expectations procedures used

-improved satisfaction and
qudlity of workforce

-time, funds spend on training by
demographics

-organizational commitment
-perceived workforce quality

-personnel office
data

-training records
-attitude surveys
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3. “White Collar” Cassification
INTERVENTION EXPECTED EFFECTS MEASURES DATA
SOURCES
a. Improved -reduction in amount of -time spent on classification -personnel office
classification time and paperwork spent procedures data
systems with on classification -reduction of paperwork/number
generic of personnel actions
standards (classification/promotion)

b. Classification
authority
delegated
to managers

c. Dual career
ladder

-ease of use

-improved recruitment of
employees with
appropriate skills

-increased supervisory
authority/accountability
-decreased conflict between
management and personnel
staff

-no negative impact on
internal pay equity

-increased flexibility to
assigh employees
-improved internal mobility
-increased pay equity
-flatter organization

-improved quality of
supervisory staff

-managers perceptions of time
savings, ease of use, improved
ability to recruit

-quality of recruits

-perceived quality of recruits
-GPA’ s of new hires, educational
levels

-perceived authority

-number of classification
disputes/appeals pre/post
-management satisfaction with
service provided by personnel
office

-internal pay equity

-assignment flexibility

-sup/non-sup ratios

-perceived internal mobility
-perceived pay equity
-supervisory/non-supervisory
ratios

-employee perceptions of quality
of supervisors

-attitude survey

-focus groups/
interviews
-personnel office
data

-attitude survey

-personnel
records

-attitude survey

-attitude survey

-focus groups,
surveys
-workforce data
-attitude survey
-attitude survey
-workforce data

-attitude survey
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15
16
17

18

4. Rl F
INTERVENTION EXPECTED EFFECTS MEASURES DATA
SOURCES
Modified RIF -prevent loss of high -separated employees by -workforce data
performing employees demographics, performance -attitude survey/
with needed skills focus groups

-contain cost and disruption

-satisfaction with RIF process

-cost comparisons of traditional
v. modified RIF
-time to conduct RIF

-number of appeals/
reinstatements

-attitude survey/
focus groups

5. COVBI NATI ON OF ALL

INTERVENTION

EXPECTED EFFECTS

| NTERVENTI ONS

MEASURES

DATA
SOURCES

All

-improved organizational
effectiveness

-improved management of
R&D workforce
-improved planning

-cross functional
coordination

-increased product success

-cost of innovation

-combination of personnel
measures
-employee/management
satisfaction

-planning procedures

-perceived effectiveness of
planning procedures
-actual/perceived coordination
-customer satisfaction

-project training/development
cost (staff salaries, contract cost,
training hours per employee)

-all data sources
-attitude survey

-strategic
planning
documents

-organizational
charts

-attitude survey

-customer
satisfaction
surveys

-demo project
records

-contract
documents
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6. CONTEXT

INTERVENTION EXPECTED EFFECTS MEASURES DATA
SOURCES
a. Regionalization | -reduced servicing ratio/ -HR servicing ratio -workforce data/
cost personnel office

b. GPRA

-no negative impact on
service quality

-improved organizational
performance

-average cost per employee
served

-service quality, timeliness

-other measures to be developed

data

-workforce data/
personnel office
data

-attitude survey/
focus groups

-as established
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Appendi x C. Performance El enents

Al'l enployees will be rated against at |east the five generic
performance elenments Ilisted through "e" Dbelow Techni ca
conpetence is a mandatory critical elenent. Oher elenents may be
identified as critical by agreenent between the rater and the
enpl oyee. Cenerally, any perfornmance el enent wei ghted 25 or hi gher
should be critical. However, only those enpl oyees whose duties
requi re manager/| eader responsibilities will be rated on el enent
"fL Supervisors will be rated against an additional critica
performance elenent, listed at "g" bel ow

a. Techni cal Conpet ence. Exhi bits and mai ntains current

techni cal know edge, skills, and abilities to produce tinely and
quality work with the appropriate |evel of supervision. Makes
pronmpt, technically sound decisions and recommendations that add
value to mssion priorities and needs. For appropriate career
pat hs, seeks and accepts devel opnental and/or special assignnents.
Adaptive to technol ogi cal change. (Wight range: 15 to 50)

b. Wrking Relationships. Accepts personal responsibility

for assigned tasks. Consi derate of others’ views and open to
conprom se on areas of difference, if allowed by technol ogy, scope,
budget, or direction. Exercises tact and di pl omacy and mai nt ai ns
effective relationships, particularly in inrediate work environnent
and teamng situations. Always willing to give assistance. Shows

appropriate respect and courtesy. (Wight Range: 5 to 50)
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c. Conmmunications. Provides or exchanges oral/witten ideas

and information in a manner that is tinely, accurate and cogent.
Li stens effectively so that resultant actions show understandi ng of
what was said. Coordinates so that all relevant individuals and
functions are included in, and infornmed of, decisions and actions.
(Wei ght Range: 5 to 50)

d. Resource Managenent. Meets schedul es and deadli nes, and

acconplishes work in order of priority; generates and accepts new
ideas and nmethods for increasing work efficiency; effectively
utilizes and properly controls available resources; supports
organi zation's resource devel opnment and conservation goal s. (Wi ght
Range: 15 to 50)

e. Custoner Rel ati ons. Denonstrates care for custoners

t hrough respectful, courteous, reliable and conscientious actions.
Seeks out and devel ops solid working relationships with custoners
to identify their needs, quantifies those needs, and devel ops
practical solutions. Keeps custoner informed and prevents
surprises. Wthin the scope of job responsibility, seeks out and
devel ops new prograns and/or reinbursable custonmer work. (Wi ght
Range: 10 to 50)

f. Managenent/lLeadership. Actively furthers the m ssion of

the organi zation. As appropriate, participates in the devel opnent
and inplenentation of strategic and operational plans of the

organi zation. Develops and inplenents tactical plans.
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Exerci ses | eadership skills within the environment. Mentors junior
personnel in career developnent, technical conpetence, and
i nt er per sonal skills. Exerci ses due responsibility of
techni cal /acqui sition/organi zati onal positions assigned to them
(Wei ght Range: 0 to 50)

g. Super vi si on/ EEQ Wrks toward recruiting, devel oping,

noti vati ng, and retaining qual ity team nenbers; t akes
timely/appropriate personnel actions, applies EEQ nerit principles;
communi cates m ssion and organi zati onal goals; by exanple, creates
a positive, safe, and challenging work environnment; distributes

wor k and enpowers team nenbers. (Wi ght Range: 15 to 50)
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